The effects of organisational factors on turnover intention among nurses of Federal Medical Centre in Nigeria by Jarmajo, Muhammad Ahmad
The copyright © of this thesis belongs to its rightful author and/or other copyright 
owner.  Copies can be accessed and downloaded for non-commercial or learning 
purposes without any charge and permission.  The thesis cannot be reproduced or 
quoted as a whole without the permission from its rightful owner.  No alteration or 
changes in format is allowed without permission from its rightful owner. 
 
  
THE EFFECTS OF ORGANISATIONAL FACTORS ON 
TURNOVER INTENTION AMONG NURSES OF FEDERAL 

















MASTER OF SCIENCE MANAGEMENT 




THE EFFECTS OF ORGANISATIONAL FACTORS ON TURNOVER 



















Thesis  submitted to  
School of Business Management, 
University Utara Malaysia, 






PERMISSION TO USE 
In presenting this paper in partial fulfilment of the requirement for a post degree 
from University Utara Malaysia (UUM), I agree that the library of this University 
may make free available for inspection. I further agree that permission for copying 
this project paper in any manner, in whole or in part, for scholarly purpose may be 
granted by my supervisor or in their absence, by the Assistant vice chancellor of the 
college of Business where I did my project paper. It is understood that any copying 
or publication or used of this thesis or part there of financial gain shall not be 
allowed without any written permission. It’s is also understood that due the 
recognition shall be given to me and to University Utara Malaysia for any scholarly 
use which may be made of any material from my project paper.    
Request for permission to copy or to make other use of materials in this dissertation in 
whole or in part should be addressed to: 
 
 
Dean of School of Business Management 
Universiti Utara Malaysia 
06010 UUM Sintok 







Prior research has indicated that employee’s turnover detrimental to both individuals 
and organisational. Because a turnover intention in the workplace is detrimental, 
Several Factors have been suggested to better understand the reason why employees 
may decide to quit/ leave their organisations. Some of the organisational related 
factors that have been considered by previous research include perceived 
organisational Justice, job satisfaction, Perceived psychological contract breach, and 
perceived organisational support among others. Despite these empirical studies, 
literatures indicate the need for further investigation on health sector using the 
perceived organisational politic, organisational trust, Human resource practice 
(HRM) on turnover intention. Hence the present study fill study gap perceived 
organisational politic, workplace trust, Human resource practice (HRM) on turnover 
intention among Registered Nurses in Nigeria hospital specifically Federal medical 
Centre (FMC) Azare, using multiple regression analysis techniques. One hundred 
and five registered nurses participated in the study. Result indicated that perceived 
organisational politic and career Growth were positively and significantly related to 
turnover intentions while interpersonal trust indicated a negatively and significantly 
related to turnover, but organisation trust and compensation practices were not 
supported, lastly, training and development supported but indicated a positive result 
turnover. The theoretical and practical implications of the results are discussed. 
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Kajian lalu menunjukkan bahawa lantik henti pekerja merugikan individu dan 
organisasi.Oleh kerana lantik henti di tempat kerja merugikan, beberapa faktor telah 
dicadangkan bagi memahami alasan mengapa pekerja mengambil keputusan untuk 
meninggalkan organisasi mereka.Antara faktor berkai organisasi yang telah diambil 
kira oleh penyelidikan lepas termasuk keadilan organisasi tertanggap, kepuasan 
kerja, penyelenggaran kontrak psikologi tertanggap dan sokongan organisasi 
tertanggap. Di sebalik kajian empirikal ini, karya lalu menunjukkan bahawa 
perhatian  yang diberikan kepada pengaruh politik organisasi tertanggap, 
kepercayaan organisasi dan amalan pengurusan sumber manusia (PSM) tertanggap 
terhadap lantik henti pekerja amat sedikit. Oleh itu, kajian ini bertujuan mengisi 
lompang tersebut dengan meneliti hubung kait antara politik organisasi tertanggap, 
kepercayaan organisasi, amalan sumber manusia tertanggap terhadap lantik henti 
pekerja dalam kalangan jururawat berdaftar di hospital Nigeria, khususnya di Pusat 
Persekutuan Perubatan Azare (Federal medical Centre) dengan menggunakan 
analisis teknik regresi berbilang. Satu ratus lima Jururawat terlibat dalam kajian ini. 
Keputusan menunjukkan bahawa politik organisasi tertanggap dan perkembangan 
kerjaya berhubung kait secara positif dan signifikan dengan lantik henti, manakala 
kepercayaan sesama sendiri menunjukkan keputusan yang negatif dan signifikan 
terhadap lantik henti tetapi kepercayaan organisasi dan pengamalan pampasan tidak 
menyokong. Akhir sekali, pembangunan dan latihan menyokong tetapi menunjukkan 
keputusan positif terhadap lantik henti. Implikasi teori dan praktis hasil keputusan 
yang diperoleh turut dibincangkan. 
 
Kata Kunci: lantik henti, politik organisasi, kepercayaan organisasi, amalan sumber 
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CHAPTER ONE  
INTRODUCTION 
1.1 Background 
Employee turnover has become common in many organisations. The turnover of 
employee is prevalence and it has now become a serious concern of every 
organisation, according to Khan (2014) turnover intention of employees has become 
a matter of concerned in any or all type of organisation. Turnover issue is general 
issue or a global phenomenon to all organisations for examples, out seven point 
seven percent (7.7%) of permanent faculty members in different higher learning 
institution had quite their job or post moved to other organisations in the United 
States of American (USA) and colleges in the year 1997 to 1998 academic session. 
However, it was only twenty nine percent  (29%) out of hundred were retirees, while 
all the remaining seventy one percent (71%) that leave the job, goes out to other 
institutions for their own several reasons (Sanderson, Phua, &Herda, 2000).    
 
Similarly, in Kenya, various professional and qualified employees in different 
organisations from different Kenyan public own institutions have resigned from their 
job in order to look for a better pay job abroad (Waswa& Katana, 2008). Some can 
even quit their job in order to go for a better earning job either at the national or 
international level. Munzali and Obaje (2008) furthermore reported that almost about 
sixty five percent (65%) among needed total figure of qualified teachers of different 
University in Nigeria quitted and went for western countries where there are good 
salary package including bonus or incentives, like United Kingdom (UK), United 
State (US), Southern part of Africa and many of the Countries in the middle East like 
Saudi Arabia, Kuwait, and Oman, and many more. 
The contents of 






Abbas, M. R. U., Darr, W., &Bouckenooghe, D.(August 2012). Combined Effects of 
Perceived Politics and Psychological Capital on Job Satisfaction, Turnover 
Intentions, and Performance. Journal of Management 
DOI, 10(0149206312455243). 
Abbas, M., Raja, U., Darr, W., &Bouckenooghe, D. (2014).Combined effects of 
perceived politics and psychological capital on job satisfaction, turnover 
intentions, and performance. Journal of Management, 40(7), 1813-1830. 
Abubakar, R. A., Chauhan, A., & Kura, K. M. (2014). Relationship between 
perceived organizational politics, organizational trust, human resource 
management practices and turnover intention among Nigerian nurses. Human 
Resource Management Practices and Turnover Intention Among Nigerian 
Nurses (May 14, 2014). 
Adebayo, S. O., &Ogunsina, S. O. (2011). Influence of supervisory behaviour and 
job stress on job satisfaction and turnover intention of police personnel in 
Ekiti State. Journal of Management and Strategy, 2(3),13. 
Adeleke, I. T., Lawal, A. H., Adio, R. A., &Adebisi, A. A. (2015). Information 
technology skills and training needs of health information management 
professionals in Nigeria: a nationwide study. Health Information 
Management Journal, 44(1), 30-38. 
Agency Reporters. (2012, June, 5). African varsities must be urgently mended, brain 





Ahammad, M. F., Tarba, S. Y., Liu, Y., &Glaister, K. W. (2016). Knowledge 
transfer and cross-border acquisition performance: The impact of cultural 
distance and employee retention. International Business Review, 25(1), 66-
75. 
Ahmad, S., & Schroeder, R. G. (2003). The impact of human resource management 
practices on operational performance: recognizing country and industry 
differences. Journal of operations Management, 21(1), 19-43. 
Al Afari, T. S., &Elanain, H. M. A. (2014). Procedural and distributive justice as 
mediators of the relationship between interactional justice and work 
outcomes: An empirical study of the UAE public health care sector. Journal 
of Applied Business Research, 30(4), 1091. 
Ali, N., & Jan, S. (2012). Relationship between organizational justice and 
organizational commitment and turnover intentions amongst medical 
representatives of pharmaceuticals companies of Pakistan. Journal of 
Managerial Sciences, 6, 202-212.  
Allen, D. G., Shore, L. M., &Griffeth, R. W. (2003). The role of perceived 
organizational support and supportive human resource practices in the 
turnover process. Journal of management, 29(1), 99-118. 
Amin, M., Khairuzzaman Wan Ismail, W., Zaleha Abdul Rasid, S., &Daverson 
Andrew Selemani, R. (2014). The impact of human resource management 
practices on performance: Evidence from a Public University. The TQM 
Journal, 26(2), 125-142. 
Armstrong, M., & Taylor, S. (2014). Armstrong's handbook of human resource 
management practice.Kogan Page Publishers. 
81 
 
Arthur, J. B. (2011). Do HR system characteristics affect the frequency of 
interpersonal deviance in organizations? The role of team autonomy and 
internal labor market practices. Industrial Relations: A Journal of Economy 
and Society, 50(1), 30-56. 
Ashar, M., Ghafoor, M., Munir, E., &Hafeez, S. (2013). The impact of perceptions of 
training on employee commitment and turnover intention: Evidence from 
Pakistan. International journal of human resource studies, 3(1), 74.. 
Aykan, E. (2014). Effects of Perceived Psychological Contract Breach on Turnover 
Intention: Intermediary Role of Loneliness Perception of 
Employees. Procedia-Social and Behavioral Sciences, 150, 413-419. 
Bahrami, S., Hasanpour, M., Rajaeepour, S., Aghahosseni, T., &Hodhodineghad, N. 
(2012).The relationship between organizational trust and nurse 
administrators' productivity in hospitals. Iranian journal of nursing and 
midwifery research, 17(6). 
Bassi, S. Y. (2004).The Role of the Directorate of Technical Cooperation in Africa 
(DTCA) in Technology Transfer and Acquisition in African Countries’ 
proceeding 2nd African Regional Conference on Engineering 
Education. University of Lagos, Nigeria 20th-22nd September, 35-42. 
Batt, R., &Valcour, P. M. (2003). Human resources practices as predictors of work‐
family outcomes and employee turnover. Industrial Relations: A Journal of 
Economy and Society, 42(2), 189-220. 
Battistelli, A., Galletta, M., Vandenberghe, C., &Odoardi, C. (2016). Perceived 
organisational support, organisational commitment and self‐ 
82 
 
Bedi, A., &Schat, A. C. (2013). Perceptions of organizational politics: A meta-
analysis of its   attitudinal, health, and behavioural consequences. Canadian 
Psychology/PsychologieCanadienne, 54(4), 246. 
Beecroft, P. C., Dorey, F., &Wenten, M. (2008). Turnover intention in new graduate 
nurses: a multivariate analysis. Journalof advanced nursing, 62(1), 41-52. 
Benjamin, A. (2012). Human resource development climate as a predictor of 
citizenship behaviour and voluntary turnover intentions in the banking 
sector. International Business Research, 5(1), 110. 
Bhatnagar, A., Gupta, S., Alonge, O., & George, A. S. (2016). Primary health care 
workers' views of motivating factors at individual, community and 
organizational levels: a qualitative study from Nasarawa and Ondo states, 
Nigeria. The International journal of health planning and management. 
Blau, P. M. (1964). Exchange and power in social life.Transaction Publishers. 
Blomme, R. J., Van Rheede, A., & Tromp, D. M. (2010). The use of the 
psychological contract to explain turnover intentions in the hospitality 
industry: a research study on the impact of gender on the turnover intentions 
of highly educated employees. The International Journal of Human Resource 
Management, 21(1), 144-162. 
Brashear, T. G., Manolis, C., & Brooks, C. M. (2005).The effects of control, trust, 
and justice on salesperson turnover. Journal of Business Research, 58(3), 
241-249. 
Byrne, Z. S. (2005). Fairness reduces the negative effects of organizational politics 
on turnover intentions, citizenship behavior and job performance. Journal of 
Business and Psychology, 20(2), 175-200. 
83 
 
Cantor, D. E., Macdonald, J. R., & Crum, M. R. (2011). The influence of workplace 
justice perceptions on commercial driver turnover intentions. Journal of 
Business Logistics, 32(3), 274-286. 
Carnevale, D. G., & Wechsler, B. (1992). Trust in the public sector individual and 
organizational determinants. Administration & Society, 23(4), 471-494. 
Carnevale, D. G., & Wechsler, B. (1992). Trust in the public sector individual and 
organizational determinants. Administration & Society, 23(4), 471-494. 
Castle, N. G., Engberg, J., Anderson, R., & Men, A. (2007). Job satisfaction of nurse 
aides in nursing homes: Intent to leave and turnover. The Gerontologist, 
47(2), 193-204. 
Chan, E. Y., & Morrison, P. (2000).Factors influencing the retention and turnover 
intentions of registered nurses in a Singapore hospital.Nursing & Health 
Sciences, 2(2), 113-121. 
Chinomona, R., &Chinomona, E. (2013).The influence of employees’ perceptions of 
organizational politics on turnover intentions in Zimbabwe’s SME 
sector. South African Journal of Business Management, 44(2), 57-67. 
Chinomona, R., & Ming‐Sung Cheng, J. (2013). Distribution Channel Relational 
Cohesion     Exchange Model: A Small‐to‐Medium Enterprise Manufacturer's 
Perspective. Journal of Small Business Management, 51(2), 256-275. 
Cho, S., Johanson, M. M., &Guchait, P. (2009).Employees intent to leave: A 
comparison of determinants of intent to leave versus intent to stay. 
International Journal of Hospitality Management, 28(3), 374-381. 
Choi Sang, L., & Lee Yean, T. (2011). Relationship Between Leadership Style, Job 
Satisfaction and Employees' Turnover Intention: A Literature 
Review.[Article]. Research Journal of Business Management, 5(3), 91-100. 
84 
 
Choi, S., Jang, I., Park, S., & Lee, H. (2014). Effects of organizational culture, self-
leadership and empowerment on job satisfaction and turnover intention in 
general hospital nurses. Journal of Korean Academy of Nursing 
Administration, 20(2), 206-214. 
Chow, C. W., Haddad, K., & Singh, G. (2007).Human resource management, job 
satisfaction, morale, optimism, and turnover. International Journal of 
Hospitality & Tourism Administration, 8(2), 73-88. 
Cook, J., & Wall, T. (1980). New work attitude measures of trust, organizational 
commitment and personal need non‐ fulfilment. Journal of occupational 
psychology, 53(1), 39-52. 
Cook, J., & Wall, T. (1980). New work attitude measures of trust, organizational 
commitment and personal need non‐ fulfilment. Journal of occupational 
psychology, 53(1), 39-52.Costigan, R. D., Insinga, R. C., Berman, J. J., 
Kranas, G., &Kureshov, V. A. (2011). 
Costigan, R. D., Insinga, R. C., Berman, J. J., Kranas, G., &Kureshov, V. A. (2011). 
Revisiting the relationship of supervisor trust and CEO trust to turnover 
intentions: A three-country comparative study. journal of World 
Business, 46(1), 74-83. 
Cotton, J. L., & Tuttle, J. M. (1986). Employee turnover: A meta-analysis and review 
with implications for research. Academy of management Review, 11(1), 55-
70. 
Debusscher, J., Hofmans, J., & De Fruyt, F. (2016).The effect of state core self-
evaluations on task performance, organizational citizenship behaviour, and 
counterproductive work behaviour. European Journal of Work and 
Organizational Psychology, 25(2), 301-315. 
85 
 
Dirks, K. T. (1999). The effects of interpersonal trust on work group 
performance. Journal of applied psychology, 84(3), 445. 
DeConinck, J. B., & Johnson, J. T. (2009). The effects of perceived supervisor 
support, perceived organizational support, and organizational justice on 
turnover among salespeople. Journal of Personal Selling & Sales 
Management, 29(4), 333-350. 
Demirtas, O., &Akdogan, A. A. (2015).The effect of ethical leadership behavior on 
ethical climate, turnover intention, and affective commitment. Journal of 
Business Ethics, 130(1), 59-67. 
Dhiman, G. R., &Mohanty, R. P. (2010). HRM practices, attitudinal outcomes and 
turnover intent: An empirical study in Indian oil and gas exploration and 
production sector. South Asian journal of management, 17(4), 74. 
Eckhardt, A., Laumer, S., Maier, C., &Weitzel, T. (2016). The effect of personality 
on IT personnel’s job-related attitudes: establishing a dispositional model of 
turnover intention across IT job types. Journal of Information 
Technology, 31(1), 48-66. 
Emmanuel Olatunde, B., &Odusanya, O. (2015).Job Satisfaction and Psychological 
Well-being among Mental Health Nurses. Int J Transla-tion Community 
Dis, 3(3), 64-70. 
Gandz, J., & Murray, V. V. (1980).The experience of workplace politics.Academy of     
Management journal, 23(2), 237-251. 
George, E. (2015). Job related stress and job satisfaction: a comparative study among 
bank employees. Journal of Management Development, 34(3), 316-329. 
Glebbeek, A. C., &Bax, E. H. (2004). Is high employee turnover really harmful? An 
empirical test using company records. Academy of Management 
Journal, 47(2), 277-286. 
86 
 
Gouldner, A. W. (1960). The norm of reciprocity: A preliminary 
statement. American sociological review, 161-178. 
Gregory, B. T., Harris, S. G., Armenakis, A. A., & Shook, C. L. (2009). 
Organizational culture and effectiveness: A study of values, attitudes, and 
organizational outcomes. Journal of Business Research, 62(7), 673-679. 
Grissom, J. A., Nicholson-Crotty, J., & Keiser, L. (2012). Does my boss's gender 
matter? Explaining job satisfaction and employee turnover in the public 
sector.Journal of Publi  Administration Research and Theory. 
Golden, T. (2007). Co-workers who telework and the impact on those in the office: 
Understanding the implications of virtual work for co-worker satisfaction and 
turnover intentions. Human Relations, 60(11), 1641-1667. 
Guan, Y., Zhou, W., Ye, L., Jiang, P., & Zhou, Y. (2015).Perceived 
organizational career management and career adaptability as predictors 
of success and turnover intention among Chinese employees. Journal of 
Vocational Behavior, 88, 230-237.  
Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2010). Multivariate data 
analysis: A global perspective. 
Harris, K. J., Andrews, M. C., &Kacmar, K. M. (2007).The moderating effects of 
justice on the relationship between organizational politics and workplace 
attitudes. Journal of Business and Psychology, 22(2), 135-144. 
Healthfield, S. M. (2014). Change management wisdom. humanresources. 
about. com. Website: http://humanresources. about. 
com/od/changemanagement/a/change_wisdom. htm. 




Holtom, B. C., Mitchell, T. R., Lee, T. W., &Eberly, M. B. (2008). 5 turnover and 
retention research: a glance at the past, a closer review of the present, and a 
venture into the future. The Academy of Management Annals, 2(1), 231-274. 
Jawahar, I. M., &Hemmasi, P. (2006). Perceived organizational support for women's 
advancement and turnover intentions: The mediating role of job and 
employer satisfaction. Women in Management Review, 21(8), 643-661. 
Jiang, B., Baker, R. C., & Frazier, G. V. (2009). An analysis of job dissatisfaction 
and turnover to reduce global supply chain risk: Evidence from China. 
Journal of  Operations Management, 27(2), 169-184. 
Joarder, M. H., & Sharif, M. Y. (2011). The role of HRM practices in predicting 
faculty turnover intention: empirical evidence from private universities in 
Bangladesh. The South East Asian Journal of Management, 5(2), 159. 
Joarder, M. H., Sharif, M. Y., &Ahmmed, K. (2011).Mediating role of affective 
commitment in HRM practices and turnover intention relationship: A study in 
a developing context. Business and Economics Research Journal, 2(4), 135. 
Kacmar, K. M., & Carlson, D. S. (1997). Further validation of the perceptions of 
politics scale (POPS): A multiple sample investigation. Journal of 
management, 23(5), 62658. 
Kacmar, K. M., & Ferris, G. R. (1991). Perceptions of organizational politics scale 
(POPS):        Development and construct validation. Educational and 
Psychological measurement,        51(1), 193-205 
Kacmar, K. M., & Ferris, G. R. (1991). Perceptions of organizational politics scale 
(POPS):    Development and construct validation. Educational and 
Psychological measurement, 51(1), 193-205. 
88 
 
Khan, A., &Hussain, N. (2016). The Analysis Of The Perception Of Organizational 
Politics  Among University Faculty. Pakistan Business Review, 18(2), 451-
467. 
Kickul, J., & Lester, S. W. (2001). Broken promises: Equity sensitivity as a 
moderator between psychological contract breach and employee attitudes 
and behavior. Journal of business and psychology, 16(2), 191-217. 
Kim, S. (2012). The impact of human resource management on state government IT 
employee turnover intentions. Public Personnel Management, 41(2), 257-
279. 
Koys, D. J. (2001). The effects of employee satisfaction, organizational citizenship 
behavior, and turnover on organizational effectiveness: A unit‐level, 
longitudinal study. Personnel psychology, 54(1), 101-114. 
Krejcie, R. V., & Morgan, D. W. (1970). Determining sample size for research 
activities.Educpsychol meas. 
Layne, C. M., Hohenshil, T. H., & Singh, K. (2004).The relationship of occupational 
stress, psychological strain, and coping resources to the turnover intentions of 
rehabilitation counselors.Rehabilitation counseling bulletin, 48(1), 19-30. 
Liando, A. C. (2015). Effect of Perceived Organizational Justice to Commitment and 
Turnover Intention among IBA Lecturers Faculty of Economics and Business 
University of Sam Ratulangi Manado. Jurnalrisetekonomi, manajemen, 
bisnisdanakuntansi, 2(4). 
Long, C. S., &Perumal, P. (2014).examining the impact of human resource     
management practices on employees'turnover intention.   International 
Journal of Business and Society, 15(1), 111. 
89 
 
Long, C. S., Thean, L. Y., Ismail, W. K. W., &Jusoh, A. (2012). Leadership styles 
and employees’ turnover intention: Exploratory study of academic staff in a 
Malaysian College. World Applied Sciences Journal, 19(4), 575-581. 
Mayer, R. C., Davis, J. H., &Schoorman, F. D. (1995).An integrative model of 
organizational trust. Academy of management review, 20(3), 709-734. 
Martins, O. F., Tukur, D., Danburam, A., &Salwau, F. K. (2016). Job satisfaction 
among doctors and nurses: a case study of federal medical centre Yola, 
Nigeria. International Journal of Community Medicine and Public 
Health, 3(6), 1640-1647. 
McFubara, K. G., Edoni, E. R., &Ezonbodor-Akwagbe, R. E. (2012).Health 
manpower development in Bayelsa state, Nigeria. Risk management and 
healthcare policy, 5, 127. 
McKinney, W. R., Bartlett, K. R., &Mulvaney, M. A. (2007).Measuring the costs of 
employee turnover in Illinois public park and recreation agencies: An 
exploratory study. Journal of Park and Recreation Administration, 25(1). 
Miller, B. K., Rutherford, M. A., &Kolodinsky, R. W. (2008). Perceptions of 
organizational politics: A meta-analysis of outcomes. Journal of Business and 
Psychology, 22(3), 209-222.. 
Mirmohhamdi, S. M., &Marefat, A. (2014).The Effect of Perceived Justice and 
Organizational Silence on Organizational Commitment. International Review 
of Management and Business Research, 3(3), 1773. 
Mirmohhamdi, S. M., &Marefat, A. (2014).The Effect of Perceived Justice and 
Organizational Silence on Organizational Commitment. International Review 
of Management and Business Research, 3(3), 1773. 
90 
 
Mobley, W. H. (1977). Intermediate linkages in the relationship between job 
satisfaction and employee turnover.Journal of applied psychology, 62(2), 
237. 
Mobley, W. H. (1982). Some unanswered questions in turnover and withdrawal 
research. Academy of Management Review, 7(1), 111-116. 
Nadiri, H., &Tanova, C. (2010).An investigation of the role of justice in turnover 
intentions, job satisfaction, and organizational citizenship behavior in 
hospitality industry.International journal of hospitality management, 29(1), 
33-41. 
Nasurdin, A. M., Ahmad, N. H., &Razalli, A. A. (2014). Politics, justice, stress, and 
deviant behaviour in organizations: An empirical analysis. International 
Journal of Business and Society, 15(2), 235. 
National Healthcare Retention & RN Staffing Report (2016). 
www.nsinursingsolutions.com. 
Nawaz, M., &Pangil, F. (2016). The relationship between human resource 
development factors, career growth and turnover intention: The mediating 
role of organizational commitment. Management Science Letters, 6(2), 157-
176. 
Nkwo, P. O. (2015). Poor availability of skilled birth attendants in Nigeria: A case 
study of Enugu state primary health care system. Annals of medical and 
health sciences research, 5(1), 20-25. 
Noe, R. A. (2010). Employee training and development.McGraw-Hill/Irwin. 
Nyhan, R. C., & Marlowe, H. A. (1997).Development and psychometric properties 
of the organizational trust inventory. Evaluation Review, 21(5), 614-635. 
Omonijo, D. O., Oludayo, A. O., Uche, O. O. C., Eche, G. A., &Ohunakin, F. (2015). 
Intentional Turnover of the Administrative Staff in a Private Faith-Based 
91 
 
Higher Institution, Southwest Nigeria. Mediterranean Journal of Social 
Sciences, 6(2 (S) 1), 424-434. 
Oyetunde, M. O., &Ayeni, O. O. (2014).Exploring factors influencing recruitment 
and retention of nurses in Lagos state, Nigeria within year 2008 and 
2012. Open Journal of Nursing, 2014. 
Parker, R. J., &Kohlmeyer, J. M. (2005). Organizational justice and turnover in 
public accounting firms: A research note. Accounting, Organizations and 
Society, 30(4), 357-369. 
Rahman, W., &Nas, Z. (2013). Employee development and turnover intention: 
theory validation. European journal of training and development, 37(6), 564-
579. 
ReioJr, T. G., & Kidd, C. A. (2006). An Exploration of the Impact of Employee Job 
Satisfaction, Affect, Job Performance, and Organizational Financial 
Performance: A Review of the Literature. Online Submission. 
San Park, J., & Hyun Kim, T. (2009). Do types of organizational culture matter in 
nurse job satisfaction and turnover intention?.Leadership in Health Services, 
22(1), 20-38. 
Sanderson, A., Phua, V. C., &Herda, D. (2000).The American Faculty Poll. 
Sattar, S., & Ahmed, S. (2014). Factors effecting employee turnover in banking 
sector. Developing Country Studies, 4(3), 110-115. 
Schyns, B., Torka, N., &Gössling, T. (2007). Turnover intention and preparedness 
for change: Exploring leader-member exchange and occupational self-
efficacy as antecedents of two employability predictors. Career Development 
International, 12(7), 660-679. 
Sekaran, U., &Bougie, R. (2010). Research Method for Business, A Skill Building        
Approach. John Wiley & Sons Inc 
92 
 
Shamsudin, F., Subramaniam, C., & Al-Shuaibi, A. S. (2012). The effect of HR 
practices, leadership style on cyberdeviance: The mediating role of 
organizational commitment. Journal of Marketing and Management. 
Singh, A. (2015). A Study of the Impact of Workplace Relationships on Turnover 
Intentions.The International Journal of Business & Management, 3(2), 62. 
Sow, M. T., Anthony, P., &Berete, M. (2015). Relationship between Continuance 
Commitment and Turnover Intention among Healthcare Internal Auditors in 
the US. 
Staufenbiel, T., &König, C. J. (2010).A model for the effects of job insecurity on 
performance, turnover intention, and absenteeism. Journal of Occupational 
and Organizational Psychology, 83(1), 101-117. 
Sun, L. Y., Aryee, S., & Law, K. S. (2007). High-performance human resource 
practices, citizenship behavior, and organizational performance: A relational 
perspective. Academy of management journal, 50(3), 558-577. 
Takawira, N., Coetzee, M., &Schreuder, D. (2014). Job embeddedness, work 
engagement and turnover intention of staff in a higher education institution: 
An exploratory study. SA Journal of Human Resource Management, 12(1), 1. 
Tan, H. H., & Tan, C. S. (2000).Toward the differentiation of trust in supervisor and 
trust in organization. Genetic, Social, and General Psychology 
Monographs, 126(2), 241. 
Tett, R. P., & Meyer, J. P. (1993). Job satisfaction, organizational commitment, 
turnover intention, and turnover: path analyses based on meta‐analytic 
findings. Personnel psychology, 46(2), 259-293. 
93 
 
Thau, S., Crossley, C., Bennett, R. J., &Sczesny, S. (2007). The relationship between 
trust, attachment, and antisocial work behaviors. Human Relations, 60(8), 
1155-1179. Mohd. 
Tuna, M., Ghazzawi, I., Yesiltas, M., Tuna, A. A., &Arslan, S. (2016). The effects of 
the perceived external prestige of the organization on employee deviant 
workplace behavior: The mediating role of job satisfaction. International 
Journal of Contemporary Hospitality Management, 28(2), 366-396. 
Uzochukwu, B. S. C., Ossai, E. N., Okeke, C. C., Umeobieri, A. K., Ndu, A. C., 
&Chukwuogo, O. (2015). Recruitment and Distribution of Public Sector 
Health Workers and Determinants of Variation in Their Distribution in 
Enugu State, Nigeria. 
Vigoda, E. (2000). Organizational politics, job attitudes, and work outcomes: 
Exploration and implications for the public sector. Journal of vocational 
Behavior, 57(3), 326-347. 
Waswa, F., & Katana, G. (2008).Academic staff perspectives on operating beyond 
industrial     tions for sustainable quality assurance in public universities in 
Kenya.International Journal of Environment, Workplace and Employment, 
4(1), 45-58. 
Way, C., Gregory, D., Davis, J., Baker, N., LeFort, S., Barrett, B., &Parfrey, P. 
(2007).The impact of organizational culture on clinical managers' 
organizational commitment and turnover intentions. Journal of Nursing 
Administration, 37(5), 235-242. 
WeiBo, Z., Kaur, S., &Zhi, T. (2010). A critical review of employee turnover model 
(1938-2009) and development in perspective of performance.African Journal 
of Business Management, 4(19), 4146-4158. 
94 
 
Weiss, H. M., &Cropanzano, R. (1996). Affective events theory: A theoretical 
discussion of the structure, causes and consequences of affective experiences 
at work. 
Weng, Q., & McElroy, J. C. (2012).Organizational career growth, affective 
occupational commitment and turnover intentions. Journal of Vocational 
Behavior, 80(2), 256-265. 
Weng, Q., McElroy, J. C., Morrow, P. C., & Liu, R. (2010).The relationship 
between career growth and organizational commitment. Journal of 
Vocational Behavior, 77(3), 391-400. 
World Health Organization, & World Health Organization.(1978). Alma Ata 
Declaration. Geneva: World Health Organization. 
Yang, J. T. (2008).Effect of newcomer socialisation on organisational commitment, 
job satisfaction, and turnover intention in the hotel industry. The Service 
Industries Journal, 28(4), 429-443. 
Yau-De, W., Chyan, Y., &Kuei-Ying, W. (2012). Comparing public and private 
employees' job satisfaction and turnover.[Article]. Public Personnel 
Management, 41, 557-573. 
Zeinabadi, H., &Salehi, K. (2011). Role of procedural justice, trust, job satisfaction, 
and organizational commitment in Organizational Citizenship Behavior 
(OCB) of teachers: Proposing a modified social exchange model. Procedia-
Social and Behavioral Sciences, 29, 1472-1481. 
Zheng, C., &Lamond, D. (2010).Organibanking in the UAE.International Journal of 
Islamic and Middle Eastern Finance and Management, 4(4), 308-324. 
Zheng, C., &Lamond, D. (2010).Organisational determinants of employee turnover 
for multinational companies in Asia.Asia Pacific journal of management, 
27(3), 423-443. 
